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' LEADERSHIP MODELS

Leadership Types N

Types of leadership are Jcallad by many different names. One
writer proposed twenty-one types of educational leadership: autocrat,
cooperator, elder statesman, eager beaver, pontifical, muddled, loyal
atai'f man, prophet, scientist, mystic, dogmatist, open-minded, philo=-
sobher, business expert, benevolent despot, child protector, laissez-
faire, community-minded, cynic, optomistic, and democrat.} Plato
proposed three types of %eaderahip: philosopher-statesman, military

2 Weber proposed three typ9§ of leaders:

commander, and businessman,
bureaucrétic, patrimonial, and charismatic.3 Getzels and Guba pro-
posed the nomothetic, idiographic, and transactional.® Cattell and
Stice identified persistent momentary problem solvers, salient, socio=-

metric, and elected.s Blake and Mouton identified country club manage-

11. We Harding, "Twenty-one Varieties of Educational Leadership."
Educational Leadership 6 (February 1949): 299-302.

%plato, The Republic, translated by C. M. A Grube, (Indianapolis:
. Hackett Publishing Co.), Books 5 and 8.

Max Weber, The Theory of Social snd Economic Organization,
translated by A, M, Henderson and Talcott Parsons, (New York: Oxford
University Press, 1947), p. 329. .

hJ. W. Getzels and E. G. Guba, "Social Behavior aad the Admin-
istrative Process." School Review 65 (Winter 1957)s L23-Lld,

SR R, Cattell and G, F, Stico, "Four Formulas for Selecting
ﬁ;;d;g; on the Basis of Personality." Human Relations 7 (1954 )1 “
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meat, middle of the road, iuponrﬂhod nanagement, team management,
ﬂ task management as i@wsﬂp typas.l Bogardus 1dentified mental,
social, prestige, and demoratic.? Sixteen suthors, pnblishng between
1915 and 1951, recognized most frequently the following types of lead-
erships authoritative (dminator), persuasive (crowd arouser), demo-
eratic (group developer), intellectual (eminent man), executive .
(sdministrator) snd representative (spokesman).3 Lewin, iippitt and
White, in their classic ujwdiés, identified laisses-faire, autocratic,
and democratic.h In mich of the current literature these latter three °
are the designations used to describe the styles of leadership being
exercised, ' |

The study of leadership and what makes good leaders has apparently
not produced a definitive description of Jjust what does do so. Sﬁdies
have focused on the trniig approach, the situstional spproach, the ”

behavioral approi;:h, the styles-ot-‘:ludorghip approach,v and the
functional leadership appmuch.s

~ Robert R. Blake and Jane S. Mouton, The Managerial Grid,
(Houston, Texass Gulf Publishing Company, 196L)

: aﬂum'y S, Bogardus, Fundamentals of Social Psychology, (New
Yorks The Century Company, 192h)s ppe LO9-UhSs  —
3 ~ i
‘ Ralph M, Stogdill, Handbook of Leadership; a Survsy of Theory
;!‘uul Ressarch, (New Yorks. The Free Press, 1970}, P f’l.g‘gfu

l‘Ralph K. White and Ronald Lippitt, A\fltocracx _a__n_gL Damcraeg; an
o Pe .

Experimental Inquiry, (New York: Harper and Brothers, 19

S6ordon L. Lippitt, *What Do We Know About Leadership?" in The
Pl of e, od, by Warren G. Bennis, Kenneth D, Benne, and
hin, (New Yorks Hols, Rinehart snd Winston, 1962). pp. L31-l3k.
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Model Tmcé
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~ Some of the models of organi.u'w;n within which leadership
of various types operate are presented belowe, That a particular
organization's chdt of organization is displayed in a partclcﬁlar
manner does not n’oceaiarﬂy indicate that that is the leadership
style in the orgahizatd.on. Orgmiuﬁon charts are the formal ,
structure. The real leadsrship may be in the informal structure.
The models indicated bclmt m more stereotypes -than living struct-

[
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Scalar Chain or Pyramid

Pyramid with Pesitioms

The scalar chain or pyramid indicates that authority should
flow from top to bottom and responsibility from botiom to top.
The stereotype of the leader in this model is the autborftarim or

-

autocratic leader,
Proponentss One of the early exarples of sn organisation with a
pyrasaddsl leadership is in the Bible whers Moses organized the people

L]
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b
. with leaders over thousands, hﬁnd;'eds, fifties, and tana.l In the
nanagemsnt litordure one of the early advocaf.;a of the scalar chain
was Henri Fayol. Fayol deti;wd the scalar chain ass )
ese the chain of supsriors ranging from the ultimate
authority to the lowest ranks. The line of authority is
the route followed--via every link in the chain--by all
coremmications which start from or go to the ultimate
authority. This path is dictated both by the need for 2
some transmission and by the principle of unity of cormand.

The usage of the pyrmidnl form of orgsnization for leadership
is implicit in Fredarick Taylor's writings. His contention that the
form should tell the worker exactly how to do, when to do, and how
mach to do on a job is authoritarian in the ultimate. A defraction of
the concept's illustration in & model is possible vpan discussing his
sfunctional foremanship* principlx, which is in effect that a foreman
should be put in charge of a job and men might move from job to job and
while working on a Job they}nhould be under th; st;pervhion and
direction of the foreman of that job but when on a different ‘Job they
should be under the supervision snd direction of the different foremsn
on wiose job they'm uorldng.3

The exercise of authority as implied in the pyramidal torn; was
advocated by Mooney, Reiley, Urwick, snd most other wri.ters before
1540, In this concept authority is defined as the legitimate right h

to direct or influence the perfoymance of others. It inwolves both

lpodus 1811727

2Henrt Fayol, Genersl and Industrial Msnagement, trans. Con-
stance Storrs, (Londont FPitman, 1947). p. 3. =

3prederick W. Taylor, The Principles of Scientific Management,
(Rew Yorks Harper and Bmﬂ'ura, £ 5 P
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the righ% and the power to exact performance from other pefaona.l
When to Uset | As previously ata;ed, the pyramidal organization

for leadership is stereotyped authoritarisn in style. The author-

“ itarian style is used only when all other forms have not or cannot
succeed, It is ‘used when peopls ars dopendent. Some people need
and are highly dependent upon the authoritative guidm{’co of leaders.
The suthoritsrian style is used when decisions are already made.
When policies and procedures for a specific action have slready been
determined and tom:lnted it is assurmed that the actions to be accomp-
13shed are binding on sn organization and the members, The mission
 then is to communicate and enforce the policies and procedures, t{:era-
fors the authoritative style is appropriate.

The authoritative style is used when satisfactory work specif-
ications and routines exist. When quality control standards that
assure products that meet spevéq.ficationa ars operating the author-
itarian style of leadership can be utiliyed to naintain the stand-
ards, In this inatuice the organigzations guidelines become the

. ,
authoritative source for mansgement.

The authoritative style is used when positional or expert’
loverage is primary. This is eximplified in organizations where
technicsl or highly skilled persons or groups operate.

The authoritarian style is used in emergenciss., When quick
and do’ohin action 'mﬁxst be taken a leader rust éxort authority and

- 4nitiate appropriate action to respond to the emergency situation,

ll)nh 8. Beach, Personnelt The Management of of People at Work
3rd, edition, (Vew Yorks Mscmillan Publishing Compmy, 19555. Pe
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A reaébnsible m&nager may face from time to time a situation
when he must make decisions and does so and enforces ths decision by
his legitimate authority of position. These decisions may be painful
and unpopular", but because of the responsibility of the position they
occa?:lonally muat bo“ ud;. For the manager to fail to make these nec-
easary decisions and act on them would be to abdicate his responsibllity.
. A final occasion when authority must be exercised is in breaking
ties in a deadlocked eituation. When the result of exercise of the demo-
cratic process ends in a tie that stalemates a situation someone mist
exercise authority to break the tie and move the activity to some con-
éluaion. This act of brcfking the tie is in effect mﬂ:oritarim.l

Strengths and Weaknessest The effectiveness of the auﬂbfitarian

style is dependent in part upon the type of followers a leader is lead-
ing.and the size of the work group. Medalia found in his studies that
men scoring high on the F Scale (mn indication that tﬁey were thenselves
highly authoritarian) accepted auﬂ)oritar.{m leaders.® Vroom and Menn
found that workers oxhibitéd more positive attitudes toward authoritar-
jan leaders in large groups where workers interacted less frequently with
each other and with the leader.> There is a common concept that the
authoritarian style of leadership accomplishes more and with more accur-

acy than the democratic, and  examples of Hitler in Germany, Napoleon

i loéorgo T Vardaman, D%amics of Managerial Leadershi
L]

—

(Philadelphias Auerbach Publishers, Inc., 3)e DPPe O

2y, 7. Medalia, "Authoritarianism, Lesder Acceptance, and Group
Cohesion," Journal of Abnormsl Social Paychology 51 (Sept. 1955): 207-213.

3V’. H, Vroom and C. F. Mamn, "Leader Authoritarianism and Employ-
oo Attitudes,® Personnel Psychology 13 (Summer 1960)s 125-1L0.
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in Prance, and Mao Tse-Tung in China are cited to authenticate the
oxamples.l The Hawthorne studies, which are discussed beléw, indicated
that workers under a democratic a;'rangament were more productive.2
The Coch and French studies in the pajamas factoxjy tended to- support

this same conclusion.3

[ i

- The COntinuum

S

Experinents, beginning in 1927, at the Hawthorne plant of the
Western Electric Company in Cicero, Illinois, c;ausod a change to somse
extent in the concept of relations between workers and leaders. These
studies, which becams known as the "Hawthorne St;udies," were conducted
by Elton Mayo, F. J. Roethlisberger, and ﬂ‘illiam Jo Dickson. The
implicatiéna of the outoonie of the studies were that the organization
should be built around the workers and that more consideration should
be given to the feelings and attitudes of the mrkers;h Additional
studies by Coch and Xrench in a pajamas factory andé several other v
studiess led to an increased concern for, snd extension of participation
by workers in, the managerial functions of the organization. This

1Ra:lphL K. White and Ronald Lippitt, Autocracy and Democracy:
An Experimentsl Inquiry. (New York: -Harper & Brothers, 1960). p. 275

2E1ton Mayo, The Social Problems of an Industrisl Civilization,
(Boston: Graduate School of Business Administration, Harvard Univer-
sity, 19)45)0 PPe 68",860 .

3. Coch and J. Re P. Prench, "Overcoming Resistance to Change,"
Human Relations 1 (1948)s 512-532. .

hmton Mayo, pPpe. 68-86,
S3averal studies are cited in Ralph M. Stogdill's Handbook

of Lesdershio: A Survey of Thaory and Research, (New Yorks 1The
3 (Y A e e

Ll
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partici;‘:atiox; is on-a 'vgfiéty of levels, Robert Tannenbaum and Warress
H. Schmidt depicted this range on a continuim moving from complete )
lesder domination o conplets growp domination or lelssez-faire | |
1eaﬂ¢rahi.p..1

Yigare 2 °  The Contdnuun

o= (Democratic)

(Avtherlterion) e
Tuck Oviented Relationships-Orlented
X i
1 2 m‘:.uumauy o )
* ¢ : R <077, o ler Suberdinetes
ln}n Leoder y Lecder . Leoder
mekes pretanh presents parmity LT
declilon . Hdees problem, whordinetes ‘
ond v omd _geis te funciion
] fowites . ggestionm, within limin
W Leader  Wvestions  Leoder  ond mekes  Leoder defined by
sl . presents  dechion  gofings  ywwperier
*duchlon * fenlative Uimits; NJ
decision ks gt !
o= wblect o moke
© . techenge « detlsion

- - “ B R 1

Proponents: Proponents of this model use it % $1lustrate the degres
of auﬂxority” exercised by the leader and the degree of participaftion
left available for eubc;rdimtea to partibipate in work design, time of
work, and other actions consistent wii;h the overall purpose and

mission of the organization. :
When to uses. - The continnun is a graph that }oxpluns levels that exist

and varieties of styles exercised by lesders. It is mot & model of

advocacye

-

1Robort 'raxmm‘ba\m and Harren H. Schuidt, “How to Chooss & '
Lenderahip Pattem,* jHarverd mmm Raviey 37 Omwvrﬂ 1957

o snane ® -
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Strengths and Wesknesses: This model can be used to illustrate a

relationship with varistions between domination and laisses-faire.
The weakness is that it shows this relationship on one plain only.
It does mot have the capacity to depict the leader who is task oriented

but also exhibits oconcern for the wgrkora. -8

The Qrids

.

Soms attempts have been made to oonatr;xct models that depict
both concern for the task and for the workers. In the early studies

by the Survey Research Center at the University of Hicﬁigm there was

an attempt to approach the study of leadership by locating clusters

of characteristics that seemed to be related to each other and to

tests of effectiveness. The studies iderxtifiad two concepts that

‘came to be called employee orientation and production oriantation.l

Several studies at the Rasearch Center, for Group Dynsmics indicated

leader and group objectives fall into two categories (1) the achieve-

ment of some specific group goal, or (2) the maintenance or strength-
ening of the group itself.’ Leadership studies at the Bureau of Bus-
iness Research at Ohio State University m.rfomd the description of

lesder behavior to two dimensionss Initisting Structures and Consid-

eration, Initiating structure was defined as the leader's behavior in

1D. Katz, N. Maccoby and Nancy C. Morse, Productivity, Super-
vision, and Morale in an Office Situation.(Ann Arbor: Survey Research
Tenter, 1950) as quoted in Paul Herssy and Kenneth He Blanchard, #Han-

agement of Organizationsl Behaviort Utdlising Human Resources, 2nd ed.
m Uﬁ'ﬂss Prentice Hall, 1972). ps (2

2orwin Cartwright sad Alvin Zander, eds, Group Dynsmicss
Research and Theory, 20d. ed. (Evanston, Ill.s Row, Peterson and

Company, 1960). -

11
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delineating the relat:lon;!i;ﬁ beimen himself and the lyembera of the
work group in enduvogzt/;g to establish vwelloodefimd patterns of organ-
ization, channel; 9( ’/commicat«ion, and methods, Consideration was
defined as behqyiér indicative of friendship, mutual trust, respect ;
and warnth in"%ho relationship between the leader mid the members of
nis -urr.l

I connection with the Ohio State studies a grid was constructed
on which lesder behavior was plotted on both axes rather than on &
oontinuum. On the Ohio State grid the verticsl axis was labeled
';Oonsideration' and the horizontsl axis was labeled *Initiating
(étmcturo" to indicate the concepts defined abovo.z “

Robert R Blake and Jane 5. Mouton refined and popularized
the two axis plotting concept in thelr nanagerial gride On the Blake

L3
RS Ly

Figure 3 The Orid
o ?‘g 1-9 9.9
i T & 7 (Country Club) (Teem)
s High High "
ol 7 Corsidesation Structre %
. ord : ord b
.}3 ¢ Low High
3 w o Structure. 5.8 Comideretion
Cow (Mtdi!o Rood) High
4 Strutture Structre
T3 ord ond .
N law l.J’ . .
2] Cenideretion Consideretion
| 1] (impeverished) (Tonk)
é 1-1 “ ’.1
0 1 2 3 4 5 6 7 8 0

" (Low) e Concarn for Praduction —m-mum (High) .
(inftieting Shucture)

1Andrm We _H!l‘phh
(Columbus, Ohios College o

Pe be

&

- 2Kor“y and Blanchard, ppe 73<The -

5

© -

The Leadership of School Superintendents.
T Education, Ohlo Ztate University, 1950)s




N 11
.and nouhon Hanagerial' Grid the vertical a.:d.e is labeiled “Concern for
People" and the horisontal axis is labeled “"Concern for Production "
On the Hanaderial Grid, five different types of leadership vased on
concern for prodnction and concern for people are located' in the four
’ quadrante and at. their :intersection. The five leadership styles ares
Impoverished, Country Club, Task, Middle-of-the-road, and Team. -The V
| Impoverj:ehed leaderehiphas little concérn for production and little
concern for people. Country Club leadership gives great concern for
people ﬂith 1itt.1e to moderate concern for production. Task leader-
ship giVes great concern to production but little to the human element.
Hiddle-of—the-road leadership balances concern for production with
| concern for maintaining morale of the pedple. Tean leadership is -
achieved through eomittecrpeople ‘having- a common- steke in-organizat- .

H 1 . N
ion purposes. |

¥

Proponentss As indicated above, Robert Blake and Jane S. Mouton refined

>

and popularized the two-axis grid. The preface to their book indicates
that people aesociated with Bumble 0il and Refimmey and people “
associated uith Scientific Methods, Inc. participated with them in the
deveIOpment of the gr:ld.2 L. -

When to Uses The 1,1 or Impoverished management is the laissez-faire
style of management. This is when there is exerted only the minimum
effort required to get the minimal required work done to sustain
organizatzioﬁ membershipe o -

The 1,9 or count.ry Club managerial style is one in which thought-

b
1

*1Hereey and Blanchard, ppe 75=76¢ ®
2Bhke snd Mouton, p. xi.

138
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| : ful attention to the néeds of people fo? satisfying relationships leads

to a comfortable friendly organization a'anoaphex:e and work tempo. |

Tlﬂs seems to be an app;'opriate style for the biisiness that is being
_ operated as a tax writeoff. | ‘F

* The 9,1 or Task managerial ‘'style is one where.the conditions
of work sre so arranged that the human elamem:.s interfere to a mini-
mum degree. The autlb‘xﬂ.tqarian style of n#nagement is almost the same |

as the Task managerial style and the same times that are appropriate

for usage of the authoritarian style are appfopriate for the Task
situation.t “ >

The 5,5 or Middle-of-the-Road managerial style is one where
1% 1s possible to balance getting the work out with maintaining
[ morale 6?}3055.3 “at a satisfactory level. Management is by persuasion.
- The manager explains how observance of standard pract.’[.ce is for the
good of a11.2 4

The 9,9“ or Team managerial style is one in which there is a
r,elati&ne":hip of trusi, and respect between the manager and the work-
ers. Work is sccomplished by committed people who have a common stake
in acoomﬁlishﬁent and organization purpose. As the name implies, the
9,9 style is appropriate for an athletic t.o.aam.»3 |

* Strengths and Weaknessess The managerial grid permitted one to graph
B . ] éy

concern for pedpie and concern for tasks ﬂin the 81.different positions

- 1pid. ppe 22370

 ?1ps4. p. 115,
3Ibido P. 1&5‘

14
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the two-exis nine-positiona-per-side grids indicate, Tho weakness of

e the gricLuas that it measured ‘only two dimenaions. Pro ed extensions B

to make the gri& three, four, or more dimensioned to pemit graphing
immnik, eoffectiveness, etc. were being developed at the time of the

writing of this papor.l These propoaala were not yet developed to
the degres of clarity that would make their usage uideapread.

Linking Pin

B -

A lesdership model that makes the lesder the linking pin between
his work group and the na;:t. group higher in the organigation has been
‘proposed. The plan would have organizations form work groups vith
- ‘ov'erlapping group membership. The leader in each work group is also

Figwre I  The Linking Pin

A_A_A
VARVARYAR

U«kln’ Pin ,

s mmbar of the next higher uork group and tnnctiona in both groups.
Proggnents The linking-pin model of organigzational leadership was
 Feoposed by Rensis Likort.z Likert sdvocated holding occasionsl meet-
1n¢s over two hierarchical lﬂels 80 that ooordimﬁon or purpose can _

*

lﬁ-ruy audBlmcmd, pp. 83-87.

2Rensis Likert, New. Pattoms of Mana kgu;ont.. (ﬁ& Yorks McOraw-
‘ w, 1961), PP 1 109-115¢ = ‘

4
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be discussed and understbod by all members of groups on both levelsl
When to Use: The work groups connected by linking pin‘key members. who
are also members of other groups may be an appropriate organization

i - -

for 1eadership” of people with a high level of education who tenc‘l# to

be capable of mature- and ‘independent lmhzw:hor.2

Strengths and Weaknesses: The strength of the linking pin organization

for leadership is that it is a loosely controlled flexible organization ™’
that utilizes the full potential of capable group members.3 The weak-

. ness may be that this organization pattern may not be appropriate fc;r

people who need ‘authoritarian supervision in order to work effectévély.
Contingency Model -

The group associated with Fred Fiedler at the University of
I1linois has devoted considerable study to whether t.agk-oriented leader-
sship or pmployee related leadership is more effective. Their conclus-
ions dro that task-oriented leadership hay be more effective under some

conditions and employee-oriented leadership mhy be more effective

 under other conditions. Their leadership theory postulates that

leadership style is determined by the needs the individual seeks’to

* satisfy in the leadership sitistion., Individusls with different .

styles respond to different con;iitiona in different ways. Perform-

-

11bid. p. 115.
21v1d. p. 11k,
3Hmeyw and Blanchard, p. 147.




ance of inseracting groups and organizations is contingent upon the
favorableness of the leadership situation as well-as upon the .

-

: &
l‘;guro s Contingency Model Ghlrtl

) 1 2 3 4 s 3 7 s
Loader ) Production
lwedw | Procuction Orinted _ Employee-Oriented oductio
Leader Leader Looder
Laeder + t —
Member Good Relations Moderalely Poor Relations
Melations . . ) )
- Stuctore | syructures | unstrucured | Struclured Unstructured
Power of | sirong | Week | Strong | Wesk | Stong | Week | Stong | ek
1 2 3 | & | s | ¢ | 1 N
. i MostFavorable ) _ Least Favorable

olsder > o Leaker

‘, individual leader!s style. ﬁLelderah&i“p ‘performance depends as much on o
the organization as upon the attributes of the leadbr,k Leaders are
not effect;yo or ineffective, they are effective in o;m situation and
yineffectiva in other a':i.tuations .2 i ”

. Proponents: Fred £, Fiedler and others at the Group Eftectivmes‘sv
| Raaearch Laborqtbry at the University of Illinois supplied the

| information on wiich the-model was based.” Dale S. Beach translated
_ the information rmﬁ:*éno of Fiedler's tables to the model, Since

‘

Irhe chart is based upon date in Fred B, Fiedler, A Theory of
Leadership Effectiveness (New York: McOraw Hill Book Company, 1 19%7')"
chapter 9 as interproted and illustrated in Dale S, Beach, Personnel,

. Pe 5270 :

2?:'%6 Eo Fiedler, A Tﬁeogz“ of Leadership Effectiveness (New

‘Yorks McGraw-Hi1l Book Comgany, 3617, p. 201,
3rvid, po 2. ' |

-

¢
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Fiedler's group did not seem to have any definite conclusions that

-led them to advocate any style of 1eadorship for apncific ,aituatinna;
s the writers of this paper are not s;ro t snyone really advocates. the
T usage of the model mapt in an axplana'wry waYe

“When to Use: The oontingency model depicts eight different oombinationg
of leader style, member relations, and task structures ﬂit lead to
strong or wesk power for the leader. Reading the c!urt from botton
to top indicates what may be the ‘uoat type of lendership to exerciss.
‘As sn example: reading mumber 3, a leadwr uith strong power by reason
of position or other factors, working in sn unstructured situation
“ ad enjoying good relations with members could employ & production

oriented leadership style. ' '

Strengths and Wesknesses: This model ean be used, perhaps better than »
sany other, to indicato to personnel directors and others who mst |

build organiuﬁona ’ kind of leadership style they ahould look for

in individuals thoy exploy for differant positions in their organiszations R

2 ot

The Circle
Robert Townsend did mt 4hink very highly of orgsnizational
charts with poople's names in littlo boxes lrraugod in hierarchical
order. He said that in the bogt organizations people like to think of
themoelves as working in a circle like around a table. One of the

> 13“011’ PPe 527"‘;280 o
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positions at the table is designated the chief executive officer
: because someone has to make the tactical decisions ’ but loadership

passes frou one to tho other as the situation changes and as tasks

¢ . are done.l

Figure 6 ) ‘The Circle

Propoments: The writer of this paper could not find proponents
other than Townsend who described ‘the organizational model as the
circle.u The, concept is essentialiy the same as ths democra;cic system
of leadership. Seifert and Clinebell described this system as one in
which the leader functions as a partidipant alongside the other members
oft the group. He reaches out to people rather than down to thenm,
Decision"-making resides in the group with each member having an equal
opportunity to participate.?

When to Use The ciz:cular model or democratic system is used when the
group size is small enough to h?vo each member- participate in discussion

and when members have developed in their ability and self concept to an

lRobert Townsend, Up the Organisations How to S she
emd.ch,
»

. oration fmm Stifling People and Strangling Profits.
. Conn,t™ Fawcett Publications, Incs, T?; Yy Ppe ﬁz-ll?
{
% zgrny Seiteré.u md Hmrd J.Clinoboll, Jre Poraonal Crowth
and Socisl Change; a (Guide for Ministers md Ls nge Agents.
v TPhiTadeIphist  WestuinIster Fress, 1559), p. nnsf' .
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ektent that will make them comfortable in their role.

© Strengths and Wewaknesses: The strength of this system of organization

is that it develops leaders. Townsend indicated it worked .to this
effect in his company. When he became;head of Avis he was assured

that no one at headquarters was any good., Thres years later it was

]
-

recoggized that there was an abundance of management ability in the \
company. The paﬁp}e were the same people who had been there when he
arrived. They had just been developad.l
The weakness of ths system may be that when the ciemocratic form
of leadership is initially installed in an organization it may produce
results ‘slonly. It takes time to train others to act efficiently,>
Democracy in organizations inmlvea a chance for everyone to develop
and contribute according to his abil:l.ty--niming?‘or the greatest goad

for the ?reatest number,

lwomsend, Pe 123,

2Emory S. Bogardus, Fundamentals of Social Psychology. (New
York: The Century Company, 192L;)s p. Lh3e
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